ABSTRACT: Within this article we intend to make an overview of the situation of human resources training in Romanian companies. Taking into account that nowadays the entire world is suffering from the effects of the global economic and financial crisis, each country has different approaches related to the measures that have to be implemented to counter its effects. By taking into account the targets set by the European Commission in the "Europe 2020 strategy" for a smart, sustainable and inclusive growth the importance of human resources management and the way it can be involved to prepare a better response to a very turbulent market is emphasized more than ever. A new design of the human resources strategies is impetuously imposing itself as mandatory in this context. In the final part of this article, we will make a set of recommendations related to the future decisions in human resource management.
INTRODUCTION
Creating a Europe of knowledge is a source of opportunity for universities and societies alike and at the same time, a major challenge. Universities operate in an increasingly globalized environment that is rapidly changing and characterized by increasing competition for attracting and retaining talent, and by the emergence of new applications that require to be answered. So far, European universities have benefited from financial resources under the North American universities. But are they in a position to compete with the best universities in the world and ensure a sustainable level of excellence? This question arises especially in the context of European Union enlargement, by taking into account the often difficult circumstances related to the countries that have recently joined, both in terms of human resources management and finance.
Another action area with major impact on education and training is stated in the Declaration of Bologna -its implementation was designated as a Bologna Process. European university landscape, organized nationally and regionally, is characterized by a high degree of heterogeneity, reflected in the organization, management and effective deployment activities, including the status and conditions of employment / recruitment, of teaching and research. This diversity is apparent both between different countries due to cultural and legal differences, but also within the same country, because universities do not react in the same way to environmental changes that are affecting them. Implementation of new reforms that incorporate regulations from the Bologna Process is a considerable effort meant to organize this diversity by providing an European framework, as a condition for increasing competitiveness of European universities both in Europe and also worldwide.
European higher education institutions have redesigned themselves by following the lines of some major models, particularly "the ideal model [2] of university described nearly two centuries ago by Wilhelm von Humboldt, which places both academic and research activity in the centre of teaching knowledge. Current trends are away from these models, leading to wide differences, which are reflected in the emergence of more specialized institutions, with a core of specific skills oriented to both research and education, as well as to other dimensions, the integration strategy regional development through adult education programs." (COM/2003/0058 final) Steady growth [7] in economic and job creation recorded in the last ten years has been cancelled -Europe's GDP fell by 4% in 2009, industrial production dropped to 1990 levels and 23 million people (10% of the EU's active population) currently has no job.
The crisis has caused a shock to millions of citizens and revealed some fundamental weaknesses in the overall European economy. The crisis made the task of securing the future economic growth more difficult. The situation is still fragile, European financial system holding back recovery and the difficulties faced by both enterprises and households to obtain credit, spending and investing. Public finances have been severely influenced, with the average deficit of 7% from GDP and debt levels of over 80% from GDP, the crisis thus nullifying twenty years of progress in fiscal consolidation in only two years. Many investment plans and ideas may be lost because of uncertainties, sluggish demand and lack of funding. Structural weaknesses have been highlighted throughout Europe. Getting out of the crisis is the immediate challenge, but the biggest challenge is not trying to return to the pre-crisis situation. Even before the crisis there were many areas in which Europe [3] was not progressing fast enough in comparison with the rest of the world:
The average growth rate in Europe was lower than that of structurally main economic partners, largely due to a lag in productivity increase in the last ten years. This situation is due to a series of causes that include differences between the business structures, low levels of investment in research, development and innovation, insufficient use of information and communication technologies, the reticence of some segments of companies to support innovation, barriers to market access and a less dynamic business environment.
Although there has been some progress, the employment rates in Europe, with an average of 69% for those aged between 20 and 64, are still much lower than in other parts of the world. Only 46% of older workers (55-64 years) have a job, compared to over 62% in the U.S. and Japan. Moreover, Europeans work an average 10% fewer hours than their U.S. or Japanese counterparts.
Population ageing is accelerating in Europe. As the generation born after the Second World War (baby boom) begins to retire, the EU's active population will start to decrease from 2013 to 2014. Number of people aged over 60 years is now increasing twice as faster as it used to do before 2007. The decrease in active population, combined with growing numbers of retirees will put additional pressure on our welfare systems. While Europe must address its own structural deficiencies, the world is changing rapidly and will be very different by the end of the coming decade:
-The European economies are increasingly interlinked. Europe will continue to benefit from the fact that it is one of the most open economies in the world, but competition from developed and emerging economies intensifies. Countries like China and India are investing heavily in research and technology in order to place a higher position in the industry value chain and leapfrog into the global economy. This puts pressure on the competitiveness of certain sectors of our economy, but every threat is also an opportunity. As these countries develop, it will open new markets for many European companies" (Stoika R., 2011).
The European Union has set as one of its primary objectives to achieve an occupancy rate of 75% for women and managed 20 to 64 years by 2020. This objective will be achieved through a greater participation of young people, older workers, workers with low qualifications as well and a better integration of legal migrants. Low rates participation in the labour market has been from very long time ago one of Europe's main weaknesses. Just before the crisis, the employment rates in Europe were a few percentage points lower than the ones in the U.S. and Japan., first competitors when we discuss about the global economy. The crisis has dramatically increased unemployment rates and demographic changes are likely to further reduce the available number of active workers. A greater participation to the labour market that will have a significant impact on Europe's future sustainable growth. Promoting innovation and growth in European economy also requires qualified and trained workforce masses. It is essential to have a population with a high level of education, training and skill in order to have a better response facing challenges such as demographic change and social inclusion in Europe. Investing in quality education, learning and lifelong learning is therefore a key decision to assure a smart, sustainable and inclusive growth. Europe 2020 establishes two main objectives in terms of education: the percentage of young people aged between 18 and 24 who leave school early to be more than 10% and European young people between 30 and 34 years who have completed higher education or an equivalent level to be at least 40%. In the following pages we propose to evaluate the human resources dimension concerning the European legislation and to present the outcomes raised from our research regarding human resources training in Romanian companies.
TRAINING OF HUMAN RESOURCES -NEW DIMENSION OF SOCIAL POLICIES
Taking into account that for the development of the main economy engine -human resources, there aren't many dedicated spaces in the social regulations, we propose to make a comparison between the initiatives regarding human resources from Romania and those at European level.
According to the European Employment Strategy, regulations are issued by the Member States with a clear intention to make efforts in attracting and retaining people to work in a greater number, identifying ways to promote equity and social protection systems and also guarantee the employment flexibility. Another reference document in this field is the relaunched Lisbon Strategy which focuses mainly on human resources development and on quality improvement of education at all levels. In response, the European Commission issued a document for European cooperation in education and training. This document provides four strategic axes scheduled to the end of 2020: making lifelong learning and mobility of learners, improving quality and efficiency of education, training and learning outcomes, promotion of equity and active citizenship, stimulate innovation and creativity and stimulate entrepreneurship at all levels. According to this document "international student mobility is an essential aspect of lifelong learning and enhancing employability and professional adaptability". In this regard, it is important that all actors must to be fully committed and that the European Commission diversifies funding resources. The overall objective of this strategy mentions that improving the quality and capacity of human resources development systems could lead to a high and stable employment rate, a high level of quality life and an effective social inclusion for all Romanian citizens. It is very important that all citizens will use all the best possible opportunities for the current and future personal and professional development in order to create ground for the achievement by 2020 of the key indicators for sustainable development. All these measures create new opportunities in drafting specific future directions to ensure the fulfilment of those targets, in which continuous training of human resources occupies an important place.
Even if one of provisions relating to the development of human resources -are not highlighted into social policy, we consider that is necessary to review the main findings in Romanian laws facing the alignment to the European provisions regarding to this field.
According to the European Employment Strategy, some regulations were issued by the Member States in order to focus the efforts on attracting and retaining people at work in a greater number, identifying ways for equity promotion and active citizenship but also in order to increase the quality, efficiency and social protection systems. Commission issued a new document for European cooperation in education and training. This document provides four strategic axes for the end of 2020: making lifelong learning and mobility of learners; improving quality and efficiency of education and training; promote equity and active citizenship; stimulate innovation, creativity and entrepreneurship at all levels of education and training. According to this document "international student mobility is an essential aspect of lifelong learning for enhancing employability"(PNR 2011-2013). Mobility of student should become more important rather than the exception that it is today. It is obvious that in the future without a very well trained human resources any attempt to reach higher economic targets is under question.
RESEARCH METHODOLOGY
Looking form the European macro and micro-economic view in full respect with the new Europe Strategy 2020 we see that are set 4 out of 10 distinct areas of intervention that are linked to the European Strategy for employment:
• improving labour market participation among women and men, reducing structural unemployment and promoting job quality;
• developing a skilled workforce that meet labour market needs and promote lifelong learning
• improving the quality and performance of education and training in tertiary education or equivalent;
• promoting social inclusion and combating poverty.
Each year European institutions check the regulations that implement the European strategy in the national employment policies from each Member States, after which compiles a report designed to improve each country's particular situation.
In the light that of the increasing role of human resources in the global economy, the need of its development and the obligatory alignment of Romanian economy to the future challenges we conducted a survey among the Romanian companies in order to identify the highlight the situation of human resources training.
The respondents, almost 280 companies, have had to respond to 22 questions, special created to cover 5 areas of investigation: company details, questions related to internal human resource structure, human resources management structures, information's about the various activities created for training, company vision about present and future selection criteria.
The respondents structure have had a good territorial distribution among the country even though was registered a big concentration of them in Bucharest. Taking into consideration the size of respondents the following structure was registered: 2.53% -big companies (more than 250 employees), 37.13% medium size companies (50-249 employees), 48.10% small companies (10-49 employees) and 12.24% micro companies (less than 10 employees).
DATA ANALYSIS AND DISCUSSION
At the level of education, answers provided th following picture: more than 48% of employees have tertiary education the second place being occupied by those that finished a high school. Related to this situation, regarding the selections that were organized in the last three years, companies replyed that they selected 31.65% university graduates without previous experience and 25.74% were university graduates with relevant experience. Only 6.33% from the number of our respondents mention that they hired unspecialized workers. Regarding the perception of employers about some selection criteria, we concluded that according to the chart below: Figure 1 . Which aspect does your company apreciate the most? • regarding the level of education over 84% of companies considered this criteria important and 13.5% appreciated that is less important;
• qualification is seen as a important selection criteria by 94% of companies;
• the level of experience (national or international) is seen as an important criteria by over 80% of respondents;
• another criteria, the higher education classification, was seen by the majority of respondents as not so important;
• study mobility is very appreciated by the companies in the moment of selection when we look at this question results (over 62% of answers);
• recommendation of reliable persons at the moment of selection is perceived to be important by the companies (over 58% of answers).
Another question from this survey was targeted to the subject of language proficiency. The situation in Romanian companies reflects that most of them request form the future employees English proficiency (49% from answers), followed by French proficiency (26% of total number of answers).
Regarding the question related to importance of existing competences of the future human resources, the majority of answers are influenced by responsibility, capacity to work in stress conditions and communication abilities.
Taking a step further to the area of training of human resources, companies indicated that (in majority of answers), that only 30% of employees have benefited of a training course. Taking into account this fact, it is obvious that the company could face a late response the turbulent changes Another important question of this survey was related to the issue regarding the collaboration with higher education institutions. In this view, according to the chart bellow, we concluded that 82% of companies' answers don't have any form of cooperation with higher education institutions. Taking into account that only 18% of respondents have various cooperation schemes with the academic area, we can mention that is imperative that future strategies to include various arrengements for increasing link with academic sector. Another interesting point of view is the perception of Romanian companies regarding the efficiency as a result of human resources training (Figure 3 ). The majority of respondents (nearly 51% of answers) agree that the main output of this process is increasing loyalty and involvement of employees in the company. Secondly we noted that 23% of answers indicated as second main output-improving the core set of competencies. This situation comes to confirm the perception of employers regarding the immediate results reflected in increasing of sales and also in economic indicators.
There are very few companies that belive in fast economic outputs after increasing the performace of human resources and raise awarness of the organizational culture. The quality improvement of training providers was chosen by competence based on continues education, aiming on facilitating development. Development of the information and counselling on national no more than 8% of respondents highlighted the need for a more judicious accreditation of skills providers. Next option chosen by employers is that according to which the introduction of tax incentives designed to promote continuous training among employees could be an approach that would ensure mutual gain of all parties.
In the final part of the survey conducted, we tried to request from companies what are the main actions to be inserted into future human resources strategies. The majority of respondents (over 46%) indicated that is very important to include directions for the development of information and counselling related to the EU financing programmes.
This response anticipates the importance of continuing education programs financed by the European Commission and widening to the entire European area with direct implications on the Member States. Only after the implementation of these programmes, european labour market will have a higher qualified human resources capable to increase competitiveness and to ensure sustainable balance between micro and macro economical levels
CONCLUSION AND RECOMMENDATIONS
The idea of lifelong learning is getting more important than ever in the current context of European countries affected by economic crisis and beyond, through which it can be developed a true knowledge society. Along with employees, institutions are important partners in this new society, specially by making available to employees a set of increasingly comprehensive training opportunities to obtain a higher level of the "new" organizational indicator -organizational-level learning.
Companies are learning themselves through this process, creating new ways to a better response in the context of an increasingly specialized and productive market. As a direct result of analyzing the situation of regulations at European level and from the dates resulting from the company's survey, we propose the following directions for future human resources strategies:
• Improving information and counselling on the opportunities and benefits about training sessions for employees;
• Identifying ways for developing human resources motivation in order to be open to new rotations inside the company;
• Preparation of access to opportunities related to training, focusing also on language development;
• Removing obstacles to participate at training in terms of regulations and laws;
• Identify ways to ensure quality from training providers;
• Recognition of skills as an output from training periods;
• Developing partnerships and types of financing both on European and national levels.
